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This article offers a correlation matrix of meta-analytic estimates
between various employee job attitudes (i.e., Employee engage-
ment, job satisfaction, job involvement, and organizational
commitment) and indicators of employee effectiveness (i.e., Focal
performance, contextual performance, turnover intention, and
absenteeism). The meta-analytic correlations in the matrix are
based on over 1100 individual studies representing over 340,000
employees. Data was collected worldwide via employee self-
report surveys. Structural path analyses based on the matrix,
and the interpretation of the data, can be found in “Investigating
the incremental validity of employee engagement in the prediction of
employee effectiveness: a meta-analytic path analysis” (Mackay
et al., 2016) [1].
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M.M. Mackay / Data in Brief 8 (2016) 1391–13941392ow data was
acquiredSurveys of employees, coworkers, and supervisorsata format Analyzed
xperimental
factorsData were collected via self-report questionnaires of current employeesxperimental
featuresCorrelations disattenuated for unreliability and, when possible, non-common
source estimates usedata source location Worldwide, with majority from U.S. and European sources
ata accessibility Data is within this articleD
Value of the data
 Analyses can be performed in the future to compute updated meta-analytic estimates as new
research becomes available.
 Other variables (e.g., workplace deviance, lateness, counterproductive work behavior) can be added
to the meta-matrix to make it more comprehensive.
 Issues relating to the discriminant, convergent, and incremental validity of various job attitudes can
be explored.1. Data
The correlation matrix (see Table 1 in the online version of this article) contains meta-analytic
estimates between job attitudes (Employee engagement, job satisfaction, job involvement, organi-
zational commitment) and indicators of employee effectiveness (Focal performance, contextual per-
formance, turnover intention, absenteeism). The meta-matrix is based on 1161 previously published
correlations. The meta-analytic estimates are disattenuated for unreliability in both the predictor and
the criterion (except absenteeism, see below). Estimates relating to focal and contextual performance
come from non-common source estimates only, thus avoiding the possibility of common-method
bias. No corrections for range restriction were conducted due to unavailability of the data. Lastly,
estimates relating to absenteeism are based on objective measures and considered perfectly reliable.2. Experimental design, materials and methods
2.1. Identiﬁcation of studies relating to employee engagement
Of the 28 cells in the correlational matrix, four cells represent newly computed meta-analytic
estimates between employee engagement (EE) and various indicators of employee effectiveness. To
identify studies that would be used to compute these four meta-analytic estimates, a search was
performed using PsycINFO, Business Source Premier, ABI/INFORM and Web of Science databases for
the years 1990–2015. Common synonyms were used as subject term/keywords to ensure a thorough
search (e.g., along with “employee engagement,” the terms “work engagement” and “job engage-
ment” were also used). To be included, a study had to present original data, provide the sample size,
and report a correlation coefﬁcient between EE and one of the four employee effectiveness indicators.
2.2. Meta-analytic procedures relating to employee engagement
For the four cells of the meta-matrix that show correlations between EE and indicators of
employee effectiveness, Hunter and Schmidt's [2] meta-analytic procedures were used to make
corrections for sampling error and unreliability in predictor and criterion measures. For the few
studies in which Cronbach's alpha was not reported (o5%), the mean reliability of the instrument
across all other studies was computed and used as a proxy. No corrections were made for range
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perfectly reliable and not corrected. Lastly, all measures of focal and contextual job performance were
either supervisor- or coworker-rated (i.e., they were not based on self ratings).2.3. Identiﬁcation of studies for the remainder of meta-matrix
As mentioned above, four of the 28 cells of the correlational matrix represent newly computed
meta-analytic estimates between employee engagement (EE) and various indicators of employee
effectiveness. The remaining 24 cells of the correlational matrix are populated with estimates taken
from existing meta-analyses. The criteria for inclusion for these estimates were that they came from
the most comprehensive meta-analyses to date (i.e., were derived from the largest number of original
studies), the correlations were corrected for measurement unreliability, and estimates relating to
focal and contextual job performance were based on non-common source estimates only.
Speciﬁcally, data from the following meta-analyses were to populate the corresponding cells in the
meta-matrix (see [1] for details):
 Mackay et al. [1]: employee engagement and focal performance, employee engagement and
contextual performance, employee engagement and turnover intention, employee engagement
and absenteeism.
 Meyer et al. [3]: job satisfaction and organizational commitment, contextual performance and
organizational commitment, job involvement and organizational commitment.
 Brown [4]: job satisfaction and job involvement, job involvement and absenteeism.
 Judge et al. [5]: job satisfaction and focal performance.
 Ilies et al. [6]: job satisfaction and contextual performance.
 Griffeth et al. [7]: job satisfaction and turnover intention, organizational commitment and turnover
intention, focal performance and turnover intention.
 Hackett [8]: job satisfaction and absenteeism.
 Riketta [9]: organizational commitment and focal performance.
 Harrison et al. [10]: organizational commitment and absenteeism, focal performance and
contextual performance, contextual performance and turnover intention, contextual performance
and absenteeism.
 Joseph et al. [11]: employee engagement and job satisfaction, employee engagement and
organizational commitment, employee engagement and job involvement, job involvement and
focal performance, job involvement and contextual performance, job involvement and turnover
intention.
 Bycio [12]: focal performance and absenteeism.
 Mitra (1992) [13]: turnover intention and absenteeism.Transparency document. Supplementary material
Transparency data associated with this article can be found in the online version at http://dx.doi.
org/10.1016/j.dib.2016.08.002.Appendix A. Supplementary material
Supplementary data associated with this article can be found in the online version at http://dx.doi.
org/10.1016/j.dib.2016.08.002.
M.M. Mackay / Data in Brief 8 (2016) 1391–13941394References
[1] M.M. Mackay, J.A. Allen, R.S. Landis, Investigating the incremental validity of employee engagement in the prediction of
employee effectiveness: a meta-analytic path analysis, Hum. Resour. Manag. Rev. (2016), http://dx.doi.org/10.1016/j.
hrmr.2016.03.002.
[2] J.E. Hunter, F.L. Schmidt, Methods of Meta-analysis: Correcting Error and Bias in Research Findings, Sage, Newbury Park, CA,
1990.
[3] J.P. Meyer, D.J. Stanley, L. Herscovitch, L. Topolnytsky, Affective, continuance, and normative commitment to the organi-
zation: a meta-analysis of antecedents, correlates, and consequences, J. Vocat. Behav. 61 (1) (2002) 20–52.
[4] S.P. Brown, A meta-analysis and review of organizational research on job involvement, Psychol. Bull. 120 (1996) 235–255.
[5] T.A. Judge, C.J. Thoresen, J.E. Bono, G.K. Patton, The job satisfaction-job performance relationship: a qualitative and quan-
titative review, Psychol. Bull. 127 (2001) 376–407.
[6] R. Ilies, I. Fulmer, M. Spitzmuller, M.D. Johnson, Personality and citizenship behavior: the mediating role of job satisfaction,
J. Appl. Psychol. 94 (4) (2009) 945–959.
[7] R.W. Griffeth, P.W. Hom, S. Gaertner, A meta-analysis of antecedents and correlates of employee turnover: update, mod-
erator tests, and research implications for the next millennium, J. Manag. 26 (3) (2000) 463–488.
[8] R.D. Hackett, Work attitudes and employee absenteeism: a synthesis of the literature, J. Occup. Psychol. 62 (1989) 235–248.
[9] M. Riketta, Attitudinal organizational commitment and job performance: a meta-analysis, J. Organ. Behav. 23 (2002)
257–266.
[10] D.A. Harrison, D.A. Newman, P.L. Roth, How important are job attitudes? Meta-analytic comparisons for integrative
behavioral outcomes and time sequences, Acad. Manag. J. 49 (2006) 305–326.
[11] D.L. Joseph, D.A. Newman, C.L. Hulin, Job attitudes and employee engagement: a meta-analysis of construct redundancy,
in: Proceedings of the 70th Annual Meeting of the Academy of Management, Montreal, Canada, August, 2010.
[12] P. Bycio, Job performance and absenteeism: a review and meta-analysis, Hum. Relat. 45 (2) (1992) 193–221.
[13] A. Mitra, G. Jenkins, N. Gupta, A meta-analytic review of the relationship between absence and turnover, J. Appl. Psychol.
77 (6) (1992) 879–889.
